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PR F FACE

This report presents the resu lts of a detailed Air Force Occu-
pational Survey of the Inflight Refuel ing Operator career ladder ~AFSCs
11230 , 11250 , 11270 . and 11290). The project was directed by t . SAF
Program Technical Training,  Volume 2 , dated February 1977 . Authority
for conducting occupational surveys is contained in AFR 3S-2. Com-
puter outputs from which this report was produced ar e  available for use
by operating and training officials .

The survey instrument was developed by Second Lieutenant Linda
Wiekhorst , Inventory Development Specialist. Captain John X. Olivo
analyzed the survey data and wrote the final report . This report has
been reviewed and approved by Lieutenant Colonel Jimm y L.  Mitchell ,
Chief , Airman Career Ladders Analysis Section , Occupational Survey
Branch , USAF Occupational Measurement Center , Lackland AFB , Texas
78236.

Computer programs for an a lyz ing  the occupationa l data were
designed by Dr. Raymond F . Christal , Occupational and Manpower
Research Division , Air Force Human Resources Laboratory (A F H R L ) ,
and were written by the Project Ana lysis and Programming Branch ,
Computational Sciences Division , A F U R I , .

Copies of th is report are available to air  staff sections , major
commands , and other interested training and management personnel
upon request to the USAF Occupational Measurement Center , attention
of the Chief , Occupational Survey Br anch (OMY), Lackland AFB , Texas
78236 .

This report has been reviewed and is approved .

JAMES A. T U R N E R , J R . ,  Col , USAF WALT F: R F .  D R I S K I I , L , P h . D .
Commander Chief , Occupat ional Survey Branch
USAF Occupational Measurement LJ SAF Occupa tional Measurement
Center Center
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SUMI~I AR Y  OF RESULTS

1. Survey Coverage: Task inventory booklets were administered to
Inflight Refueling Operator career ladder personnel during the period
No vember 1977 through April 1978 . Survey results are based on res-
ponses from 696 respondents . This represents ,2 percent of all assigned
personnel.

2 . Career Field Structure:  The major jobs identified within the
career ladder were Squadron/Wing Boom Operators , Supe rintendents/
Managers , and Curriculum Developers . The squadron/wing boom oper-
ators formed the core of the ladder , ompri sing 87 percent of the
respondents . Included in th i s  group were l ine boom operators , fl ight
examiners , combat crew tra inrng school CCTS) instructors , an d squa-
dron instructors .

3. DAFSC Findin:~~~ There ts a h~qh degree ot overlap in the tasks
performed on crew duty across s k i l l  levels .  Whe the r  an incumbent is a
5- or 9-skill level , he is performing th e  same tech nica l  tasks . The
5-skill level incumb ent  is pr im .ir i l y .~ l i ne boom ~per at. or . The 7-skill
level respondent  s t i l l  p~~r tnr~ii~. as a l i ne  boom operator but also serves
as instructor and f l i g h t  exam in er  rh~ 9- sk i l l  level person nel serve not
only as instructors and f l i g h t  ex i r n in i ”  s but also as squadron admin-
istrators.

Similar trends w’ r~ ~~‘t~ 1 r~ .s xpi ! r nce increases . F’irst enlist-
ment personnel are line boom ~~ 

.
~~~ r ~ Seco nd and third enlistment

respondents are instructors . The  t o u r t h  and f i f th enlistment personnel
are instructors and f l ight  ex dm ln e r s .  Personnel An their sixth and
subsequent enlistment are managers or ac t ing  f irst  sergeants .

4. Career Field Documentati on : I i~ A I R  39-1 Specialty Descriptions
a nd the Specialty Tra in ing  Stand az rts a:~ comprehensive depictions of
the duties and responsibilit ies of the  various ski l l  levels within the
infl ight refueling operator career f ie ld .
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OCCUPATIONAL SURVEY REPORT
I N FLIGHT RE FU E LING OPERATOR CAREER LADDER

(Al’SCs 11230 , 11250 , 11270 , 11290)

IN TRODUCT ION

This is a report of an occupational survey of the Inf light Refueling
Operator career ladder (AFSCS 11230 , 11250 , 11270 , 11290) completed
by the Occupational Survey Branch , USAF’ Occupational Measu rement
Center in August 1978 . This is the first occupational survey of this
career ladder.

The personnel assigned to the Inf light  Refuel ing Operator career
ladder a re primarily assigned to the Strategic Air  (‘ornmand i..SAC) and
are qual i f ied  on the KC-135 a i rcra f t .  As the US AF s ingle  managei b r
in f l i gh t  refueling , SAC provides inf l ight  refueling b r  oil [J SAF ’ airc i  a f t .
[‘he int l ight .  refueling operator ’s primary job is to assist the pilot in
cond ucting the air refueling . The inf l ight  refueling operator , commonly
refer red to as the “boom operator ” , visually or verbally directs the
receive r aircraft pilot Into the refueling envelope and then uses the
sta tic boom or the drogue to conduct refueling . Additionally the boom
operator serves as loadmaster when the aircraft is carrying cargo or
passengers . ~

The current project was a routine survey of the career ladder as
directed by AFR 35-2. The survey addresses three areas : (1)
development and administration of the survey instrument;  (2) the job
structure found within the Inf l ight  Refueling Operator career ladder
and how this relates to skill level and experience level groups ; and (3)
comparisons of the job structure with current career ladder documents
such as the AFR 39-1 Specialty Descriptions and the Specialty Training
Standard (STS) .

INV EN T ORY DEVELOPMENT

[‘he dot.a collection Instrument for this occupation a l  su rvcy  was
U SAF Job In v e n t o r y  AFPT 90-112-219. Thorough research of pub-
lications and directives and personal interviews with 13 subject-matter
specialists at three bases led to final development of the survey
instrument , which consists of 210 tasks grouped under six duty head-
ings.

APPROVED FOR PUBLIC RELEA SE; DI STR IB U TJON UNLIMITED 
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SURVEY ADMINISTRATI ON

During the period Novet.~ber 1977 through April 1978 , consolidated
base personnel offices in operational units worldwide administered the
inventory booklets to job incumbents holding Inflight Refueling DAFSCs .
These job Incumbents were selected from a computer generated mail ing
list obtained from personnel data tapes maintained by the Air Force
Human Resources Laboratory ( A F H R L ) .  Each individual  who completed
the inventory first  completed an ident i f ica t ion and biographical infor-
mation section , then checked each task performed in their current job .

After checking all  tasks performed , each incumbent then rated
each of these tasks on a nine-point  scale showing relative time spent on
that task as compared to all other tasks checked . The ratings ranged
from one (very-small amount time spent) throug h five (about-average
time spent) to nine (very-large amount time spent) .  To determine
relative time spent for each task checked by a respondent , all an
incumbent’s ratings are assumed to account for 100 percent of his or
her time spent on the job and are summed . Each task rating Is then
divided by the total task responses and the quotient multiplied by 100 .
This procedure provides a basis for comparing tasks not only in terms
of percent members performing but also in terms of average percent
time spent.

SL J R V F Y  SAMPL E

Personnel are selected to part ic ipate  in this survey so as to insure
proper representation across MAJCOM and DAFSC groups. Table 1
reflects the percentage distribution , by major command , of assigned
personnel in the career ladder as of March 1978 . Also reflected is the
distribution by major command of incumbents in the final  sample.
Tables 2 and 3 reflect the distribution of the survey sample in terms of
DAFSC and Total Active Federa l Military Service (TAFMS) groups . As
shown , an average of 71 percent of each skill level was sampled and
approximately 18 percent of the sample were in the first  enlistment.
The 696 respondents making up this final sample represents 72 percent
of the total AFSC population of 962 members and were found to be an
adequate and representative sampling of the overall career ladder.

6

-

~

-

~

--—-. --~~~~~~~~~~~~~~~~~ ,-- ,-. --- .~~---- —.. - .. .,.- ....
~~~

.. 



~~~~~~~~~~~~~~~~~ 

. . 
.

TABLE I

COMMANI) REPRESENTATION OF SUR VEY SAMPLE

PERCENT OF PERSONNEL PERCENT OF
COMMAND ASSIGNE D SAMPLE

SAC 96 96
OTHER 4 4

TOTAL 100 100

TOTAL ASSIGNED - 962
TOTAL SAMPLED - 696
PERCENT SAMPLED - 72%

TABLE 2

DAFSC DI STRIBUTION OF SURVE Y SAMPLE

NUMBER FINAL NUMBER PERCENT OF ASSIGNED
DAFSC ASSIGNED USABLE RETURNS SAMPLED

11230 74 41 55
11250 398 246 61
11270 301 284 94
11290 162 120 74

TABLE ~

TAFMS DISTR I BUT ION OF SURVE Y SAMP LE

MONTHS IN SERVIC E 1-48 49-96 97+

NUMBER IN FIN AL SAMPLE 127 159 408
PERCENT OF SAMPLE 18% 23% 59%

7
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CAREER LADI)ER STRUCTURE

This occupational analysis of the 112X0 career ladder is designed
to identify the major types of work being performed by career ladder
incumbents by examining both the job descriptions and background data
of each major job group.  This analysis is made possible by the
Comprehensive Occupational Data Analysis Programs (CODAP) which
generate a hierarchical clustering of all jobs based on the similarity of
tasks performed and relative time spent. By util izing job structure as
a starting point , it is possible first to describe the job structure of the
career ladder as it presently exists and to formulate an understanding
of current utilization patterns within the career ladder . This infor-
mation is then used to examine the accuracy and completeness of pre-
sent career ladder’ documents (AFR 39-1 Specialty Descriptions and
Specialty Training Standard).

The basic iden ti fyin g group used in the hierarchical job structure
is the Job Type. A job type is a group of individuals who perform
many of the same tasks and spend similar amounts of time performing
these tasks . When there is a substantial degree of similarity between
different  job types , they are grouped together in a Cluster. Finally ,
there are often specialized jobs that are too dissimilar to be grouped
into any cluster . These unique groups are labeled in~~pendent
Job Types .

The job s t ruc tu r e  ot the i n f l i g h t  Refueling Operator career ladder
consists of two major c lusters and an independent job type. Based on
relative time spent and task similarity , the most realistic division of the
jobs performed in th e In f l igh t  Refuel ing Operator career ladder was
determined to be that i l lustrated in Figure 1. The two major clusters
and independent job type identified were as follows :

I .  Squadron /Wing  Boom Operators (N 605 )

I I .  Superintendents/Managers  (N 57 )

I I I .  C u r r i c u l u m  Developers (N = 5 )

Ninety-six per cent of the incumbents in the sample were found to
perform jobs within the three groups listed above . The remaining four
percent of the sample included members whose jobs were not associated
with any of these groupings and who d i i  not form into any recognizable
job groups.
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Group Descriptions

‘I ’he fol lowing paragraphs contain brief descr i pt ion s of the  th ree
maj or groups which constitute the I n t l i g h t  Refue l ing  Operator careei
ladder. Tables 4 and 5 reflect background in tormat ion on each of the
groups . Appendix A lists representative tasks performed by each
group .

1. ~quadron iW in ~~ Boom Qp~rators . The 605 members ut th i s
group,  representing 87 percent of t’he survey sample , form the core of
the career ladder .  Twenty-one per cent  of the  personn e l  in t h i s  c l u s t e i
are in their first enlistment. Respondeni~ perform the day-t -oiy
act iv i t ies  mos t closely associated with an i n f l t g h t  r e fu e l in q  squad ron .
Job interest and fe l t  utilization of talents and t i  n n i n g  among these
respondents was high (See rFabj e 5 ) .  Within th is  ~~rge cluster , t our
job types were ident if ied .

The Line Boom Operators perform pr ima r i~~ f l y i n g  iri d o~ert  uu u e~ -

‘The respthid~~its indicated They performed •~ler ~ d u ty  an averaqe of
ei ght to 14 days dur ing the last month . Their  f l i g h t  dut ies  comprise
the remainder of their  job time . Typical ground tasks performed by
this group included a t t end ing  ground tr ain in , performing alert check-
li sts , and secur ing cargo.  I n f l i g h t  tasks inc lu ded t a k i n g  i n f l i g h t
celestial observations , perf o rmin g boom or dr ~~j~~’ refuel ing , and
visually or verbally directing receiver a i rc raf t  into re tue l ing position .

The Flight Examiners are re quired to guarantee the mission capa-
bility of the boom operator crew force . While all respondents in this
group perform similar tasks , they are assigned to several di f ferent
locations. The majority of the fl ight  examiners are assigned at the
wing level . However , several members are also assigned t.o the 1st
Combat Evaluat ion Group (CEVG).  There are no f i r s t  en l i s tment  per-
sonnel in the g roup ,  and on iy f i v e  percent  of the group indicate  they
have a 11250 DAFSC.  In addit ion to the norm~il cr e ’~ rel~i t ~ d t ask~. , t h i
primary tasks th i s  group performs :~r . evaluat ion tasks .  Typ icaiL  I to
evaluation tasks include administering proficiency or standardization
checks , developing rt andardization examinations , and evaluating com-
pliance with work standards .  Alert  commitment ~1muri g these personnel
ranged from one to seven days o~ alert during the previous month .
Most of this alert was performed by wing  f l igh t  examiners .

There were two i n s t r uc t o r  jeb types  iden t i f i ed  w i t h i n  t h e
Squadron/ Wing Boom Operator c l u s t e r .  The ~embat Crew Training
Sch ool (CCTS) instructors  are .~l l issig ned ic~ t h e  93rd Air Refue l ing
Squadron at Castle AFB , CA. t heir Li: is to p irvide initial quali-
fication training for all personnel enterin j ~ n t  i r f t q r~t r e f s H i n ~i e-~1 cci
ladder . The larger group of in s t r u c t o r s  are assigned to all  t he  various
air refueling squadrons . ~h eir  job inc ludes  p rov id ing  con t inua t ion ,
upgrade , requa lification , and local checkout  t r a in in g .  Whether u t  ( ‘ . “ f S

or at one of the various air r e f u e l i n g  squadr ons , th e  tasks performed
by these two groups of ins t ructors  ire ‘ t u  v . t m t L i r .  T h e  d i f ference
between the two groups is that  CCTt- ‘us i ~ : ctors p erform ins t ru c lo r
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duty  as their primary job , while squadron instructors perform as
instructors as an additional duty . Also , while CCTS in structors per-
formed no alert during the month prior to survey administration , squa-
dron instructors were on alert an average of eight to 14 days.

11. Superintendents/Manag~rs. These 57 respondents are pri-
marily 9-skill lev~F personnel with an average of 249 months total active
federal military servicL (TAFMS) and 187 months in the career ladder.
j ob interest and felt utilization of talents and training among these
personnel was high (See Table 5) .

This group is made up of two smaller job types. The Inflight
Refue l i ng  Superintendents are still primarily a crew resource within the
squadron . As a crew member , he performs the same job as the Lin e
Boom Operators. However , because of his seniority , a large part of his
du ty  time is spent performing additional duties such as building cus-
todian , funds manager , OJT monitor , e tc .  Generally these personnel
spend less than seven days a month on alert . The second subgroup is
t h e  Alert Force Managers . These twelve 9-skill level personnel are
responsible for the successful  operation of the alert  force facilit ies .
‘l’ypica l tasks performed inc lude  developing budget  or f inancial
requirements ; conductin g staff meetings other than crew related ; and
evaluat ing mainten~in ce or use of workspace , equipment , or supplies .

I I I .  Curr iculu Deve~qp~ rs. These f ive  respondents are res-
ponsible f&~~d~i~ifoping training materials for use either in CCTS or in
squadron training programs . Typical tasks performed include develop-
ing curricula , plans of instruction (POIs),  specialty training standards
(STSs), training aids , and examinations other than for standardization .
Eighty percent of these individuals found their job interesting and felt
that their talents ~ind training were utilized fairly well or better.

~~
p
~~ry

From the  jobs performed by career ladder personnel , it  i s clear
th at  the primary d u t y  of nearly all respondents is to perform aircrew
a nd d ie r t  funct ions . Wh i le  there is some distinction in robs such as l ine
boom oper a tor , i n s t r u c t o r , and l l i g h t  examiner , one sees that even at
t h e  9- s k i l l  level the mijo r i ty  ul t h e  p ersonnel  are f l y i n g . Clus ter
ort alys i s  did not i d e n t i f y groups of w ork ing  supervisors  and managers !
adminis t ra tors  that .  are found tn many  career ladders . The only group
of respondents that  supervised people as a norm al part of their job
were the Pj ert Lor ce Managers .

11
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A N A L Y SIS OF DAFSC GROUPS

In conjunction with examining the job structure of the career
ladder , DAFSC groups are also examined as part of each occupational
analysis. This analysis allows for identification of skill level differ-
ences . Furthermore , this data by DAFSC groups aids in the analysis
of career field documents , such as AIR 39-1 specialty descriptions and
the Specialty Training Standard .

Table 6 shows the relative pe rcent time spent by skill level groups
on the various duties in the job inventory . All personnel in the sample
spend an average of 79 percent of their time performing preflight , post -
fligh t, and inflight duties (Duties E and F ) .  Nearly 90 percent of the
5-skill level’s job time is spent on these duties . Table 7 shows selected
tasks f rom these two duties and the percent members performing from
each skill level . As shown , there is a high degree of overlap in the
tasks being pe rformed . Therefore whether an incumbent is a 5- or
9-skill level boom operator , when he is performing crew duty the tasks
he perfo rms are the same .

The 5-skill level job is primarily that of line boom operator . As
described in the CAREER LADDER STRUCTURE section of this report ,
the job of a line boom operator is divided between performing flying
duties and alert . Very few of the 5-skill level incumbents serve as
instructors and none serve as flight examiners .

The 7-skill level job is still primarily that of a line boom operator;
however , these personnel also serve as instructors and flight exam-
ine rs. Table 8 shows those tasks which best differentiate between the
5- and 7-skill level respondents . Those tasks are related to instructor
or flight examiner duty . Correspondingly the relative amount of time
spent performing training tasks increased from 4 to 10 percent from the
5- to the 7-skill level .

The 9-skill level incumbent is still spending over half his time in
duties related to flyi ng. However as identified in the CAREER LADDER
STRUCTURE section of this report , the 9-skill level respondent per-
for ms many administrative and managment tasks normally associated with
the superintendent . It should be remembered that the 9-skill level
incumbe nt Is still considered a crew resource , th us flying and alert
duties are his primary job . The management type tasks , which are
normally the principal job of the superintendent , are generally per-
formed as an additional duty by the 9-skill level boom operator . Con-
trasting the job of the 7- and 9-skill  level respondent , Table 9 shows
those tasks which best diffe rentiate between the two groups . As
shown , the managment type tasks are performed primarily by the 9-skill
level incumbent , while some flying tasks are performed by a greater
number of 7-skill level incumbents .

14 
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TABLE 6

RELATIVE PERCENT TIME SPENT ON DUTIES BY DAFSC GROUPS

DAFSC DAFSC DAFSC
11250 11270 13290

DUTY (N=246 ) (N=284) (N=12u)

A ORGANIZIN G AND PLANNING 1 2 7

B DIRECTING AND IMPLEMENTING 4 7 11

C INSPECTING AND EVALUATING 2 4 11

D TRAINING 4 10 13

E PERFOR MING PREFLIGHT AND POSTFLIGHT
DUTIES 49 42 31

F PERFOR MING 1NFL IGHT A I R  REFUELING
AND CRUISING DUTIES 40 35 27

15
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ANALYSIS OF AFMS GROUPS

In this section , comparisons were made between groups ~ per-
sonnel on the basis of total active federal military service (TA E M S ) .
Table 10 lists the relative percent time spent on the various duties . Ii
general , the job differences between 1’AFMS groups are s imi l ar  to those
noted for DAFSC qroups .

Among the six Ti\FMS gr ii ps , t i ’ -  I - [ Io ~~i rtg t re  ols w e re io~Members with 1-48 months TAIM S group spend 94 ~erceri t of t h e i f  t im e
in functions involving f l y i n g  and aler t  d u t y .  Among these personn e l  90
percent ident i fy  themselves as l ine  boom operators .

Second and t h i r d  e n l i s t m e n t  p er son nel s p ’ r d  rn a~ ei’ aqe 01 ~~D
pci ceo t of th eir - available duty ime - i - f  o r - mln ( J  y fly Ju t i es  .
average of 37 percent  of these person i el call themselves fi st  r u ( tors -

Personnel in th e fourth ~nd f i f t h  enl is tment  spend 74 pe ’cent of
t h e i r  time on f l y i n g  and alert dut ies . Less than half  (45 percent)  of
these personnel call themselves l ine boom operators . Most call them-
selves instructors and one-third identify their job ti t les as standard-
ization/evaluation instructors .

Personnel with 241+ months TAFMS spend only 62 percent of their
time on flying and alert duties . However , personnel with 241+ months
TAFMS spend nearly one-third of the ir time in supervisory and mana-
gerial functions.

As an aid to career field managers , job interest  and perceived
at ih i z a t ion  of talents and training data for f i rs t  and second enlistment ,
and career TAIMS groups is shown in Table 11. E ighty- three  percent
of the career TAFMS groups perceive thei r  job as interest ing , which is
s l ight ly  higher than the composite average of 80 percent  for career
members from other specialties surveyed during 1977. First and second
enlistment 112X0 personnel f ind  the i r  job much more in teres t ing  than
the f i r s t  and second enlis tment  ~iro ups in career f ie lds  s tudied  in 197T .
Pe r  ce:ved utilization of t alents and t L a m ing (or u s~ second , on a
careei enlistment groups in Al ’S 112X () is q u i t e  h igh  and ~ e I I  obove th e
overage of respective en l i s tment  ~j ro upc  n other  L SAF care er  f - ~ i s .
The data in Table 11 also indicates t h a t  r een l i s tmen t  in ten t ions  f o i
fi r st , second , and career 112X0 ~~~~ q t ’ ups is comp arab l e  to thu: .: O~other respective U SAF’ ar ee r ~a d d e r s .

In summary , the changes th at.  occur as a f u n c t i o n  of increasing
experience in the AFS 112X0 care er ladder re f lect  a sh i f t  in emphasis of
common job characteristics rat .~ier ’ th an  a defini te  change in the actual
nature  of the job performed . ‘rime spent on f ly ing  and alert duties is

F, indicative of this. While  f i r s t  e n l i s t m e n t  personnel spend 95 percent of
their time flying and on alert , personnel in sixth and subsequent
enlistment still spend nearly two-thirds of their time performing these
same duties . The jobs performed by personnel can be characterized as —
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li ne boom operators in the first enlistment. The second and third
enlistment groups are instructors . Personnel in fourth and fif th
enlistment groups are either instructors or flight examiners . The
personnel In the sixth group are managers or acting first sergeants .
The job satisfaction data reported by 112X0 personnel is consistently
higher than that collected for all other specialties surveyed in 1977 .
Compared to other aircrew operations career ladders (AFSs 113x0 ,
114X0 , 115X0) previously surveyed , the inf l ight  refueling career ladder
compares favorably with each one.
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TABLE 11

EXPRESSION OJ~’ JOB INTEREST , PERCEIV E!) UTILIZATION OF TALENTS AND TRA I NING , AND
REENLISTMENT INTENTIONS FOR SURVEY REPSONDENTS BY AFMS GROUPS

(PERCENT MEMBERS RESPONDING)

1-48 MOS 49-96 MOS 97+  MOS
( N = 12 7 )  ( N =15 9 )  (N=408)

I FIND MY JOB

DULL 2 3 5
SO-SO 9 4 7INTE RESTING 88 90 83
NO REPLY 1 3 5

MY JOB U T I L I Z E S  MY TALENTS

NOT AT ALL OR VERY LITTLE 20 10 13
FAIRL Y WELL OR BETTER 80 90 86
NO REPLY - -

MY JOB UTIL IZES MY TRAININ G

NOT AT ALL OR VERY LITTLE 2 4 9FAIRLY WELL OR BETTER 98 94 90
NO REPLY - 2 1

DO YOU PLAN TO REENLIST

NO OR PROB ABLY NO 50 21 24
YES OR PROBABLY YES 48 79 73
NO REPLY 2 - 3
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ANALYSIS  OF TASK DIFI 1Ci.JL’I’ Y

From a listing of airman identified for the 112X0 iob survey ,
incumbents  holdi ng a 7- or 9- skill level were selected to rate task
diff icul ty . Tasks were rated on a nine -point scale from extremely low
to extremely high d i f f i cu l ty , with d i f f i cu l ty  defined as the length of
time it takes an average airman to learn to do th task. Inte rrater
reliability (as assessed through components of variance of standard
group means) for the 47 raters was . 9 5 .  Rat ings  were adjusted so that
tasks of average d i f f icu l ty  had rat ings of 5.00 .

Table 12 lists those tasks rated above a\-erage in d i f f icu l ty  per-
formed by 50 percent or more of the survey respondents . These tasks
include computing weight and balance us ing  a load adapter;  conducting
re lueh in a operations; and checking navigation computations . Other
tasks rated above average in d i f f i cu l ty  hut  perfo rmed by less than <‘~0
perc ent of the survey respo ndents include supervisory , administrative ,
and ma nagement funct ions.  Typical tasks include preparing Airmen
Performance Reports ( A P R ) ,  d ir ec t ing  standardi zation programs , devel-
oping reside nt course examinations and directing OJ T.

The 15 i.asks rated lowest in d i f f i cu l ty  wh i ch are performed by 50
pe rcent or more of the survey respondents are listed in Table 1~~.
Th ese tasks include storing ground safety locks , perfo rming aircraft
housekeeping , obtai ning f l ight  lunches , and positioning parachutes or
oxygen (0., ) bottles. Other tasks rated lowest in diff icul ty include
completing ~ number of different  forms such as publication receipt forms
(SAC For m 548), ma in t enance  discrepancy forms (AFTO Form 78 1A),
and fuels i ssue/defue t (A l ’  Form 1994) . Also included are tasks such
as attending ground li-aining, maintaining personal fligh t manuals , and
obtaining information concerning air refueling mission activity .

Job D i f f i C u l t y  Index (JD 1 )

h aving computed t h e  ta s k d i f f i cu l t ’ ;  index for each inventory item ,
it was then possible ~o compute a Job Diff iculty Index (JD I )  for the
lu act i ona l  gro~ips lden~~fied in the survey analysis . The inde x provides
a re lat ive measure of h :  t~ jobs , when compa red to other lobs ident i f ied
io the analysis , are moi - # or less d i f f i c u l t .  The 3D! is based on an
~qua~ ion using nu mber of tasks perform ed and the average di f f icu lty
per uni t  time spent . The index ranks jobs on a scale of I to 25 , with
the 1 ranking represen t ing very easy jobs and the 25 ranking repre-
senting very di f f icul t  jobs . The in dicies at e then adjusted so that the
ave rage job difficulty index is 13. 00. The JDI was computed for the
major j ob groups identified in the career ladder structure , and thi s
information is presented in Table 14.
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The data presented in Table 14 indicates that all the various jobs
performed by boom operators are above average in difficulty except for
the job of Line Boom Operator . Those jobs rated most difficult included
the supervision and management of non-personnel resources and the
evaluation of job performance by other personnel .
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TABLE 1 4

JOB DIFFICULTY IND I CIES FOR cARE F.R LADDER GROUPS

JOB
DIFF iCULTY

GROUPS INDEX

1. SQUADRON / WING BOOM OPERATORS 12.2
a .  LINE BOOM OPERATORS 10.0
b. FLIGHT EXAI’IINERS 17.3

SQUADRON INSTRUCTORS 16.6
d. CCTS INSTRUCTORS 14.2

11. SUPERINTENDENTS/MANAGERS 22.0

a .  IFR SUPERINTENDENTS 23.2
b . ALERT FORCE MANAGERS 17.4

III. CURRICULUM DEVELOPERS 17.4
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OTHER ANA LYSES

Sur vey data was used to analyze other areas related to the Inf l i ghtRefuel ing Operator career ladder. These analyses included reviewingAFR 39-1 Specialty Descriptions and reviewing the Specialty TrainingStandards (STS). Brief summaries of these analyses are presentedbelow .

AFR 
- 
39 p~~~al~~~~ escz~p~4ons

Job descriptions derived from the survey data for each of thevarious skill levels were compared to corresponding A1-’R 39-1 specialtydescriptions. Results ot this review indicated that the current  specialtydescri ptions cover the major duties and responsibi lities of 5- , 7- and 9-
skill level personnel.

The specialty descriptions for each skill level indicated a hi ghdegree of overlap between the duties and responsibilities of each skilllevel . The 5-skill level j ob description covers the boom operator tasksand identifies an incumbent ’s respons ibility as an instructor . The7-skill level description covered not only boom operator and instructorduties , but also fli ght examiner duties. The 9-skill level specialtyC description not only included those three functions , but also includedsupervisory and management functions which the 9-skill level memberperforms .

Specialtv ~ Train in ~ Standards

A review of the 112X0 STS was accomplished to compare the itemslisted against the job descriptions for each DAFSC . There were nodiscrepancies identif ie d between the tasks listed in the STS and thetasks comprising the j ob description for each skill level,

Wri te  In Comments -

At the end of each jo b inventory respondents are encouraged towri te- in  any addition al tasks which , for some reason , might not haveappeared in the inventory . ‘l’here were no signif icant  write in tasks .Personnel also are permitted to commen t on any other areas which
concerns their AFSC. The following is a list of the most frequentlyencountered comments which are provided for informational purposesonly and should not be construed to reflect any reliable data collectedduring this survey .

1. Utilization of Senior NCO’s and 9-Skill Level Personnel.Eleven survey i’ispondents T~1t t1i~~ the senior NCOs were not beingused in a manner commensurate with their rank.  The key to this isthat all boom operators assigned to squadrons are crew resources .

28
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I h en ’t or e , most of I l ie ‘ n o n - f l y i n g ” dut ies  they must  per - form be iu se
-~I thei r rank ar -c a dd it iona l  dut ies . Some of these du t i e s  inc lude  m rI-
itor ing  upg rad e t i n n i n g ,  mon i to r ing  prof ic iency  t r a i n i n g ,  act ing a~senior enlisted adviser , and many of the  norma l f i r s t  sergeant d u t w ~.
However , this person is still a crew resource , thus whenever a vacancy
occurs on a crew he i m m ediately is placed on that crew.

This  s i tuat ion , t h e n , creates another problem , as iden t i f i ed  by
wr it . e  in comments . The senior NCOs in dicate  that it  is quit e d i f f i cu ~for- them to promote career proq~ f ’S5 -k ,n among the  y ou n g e r  boom oper-
ators when  those y oung  boomers see that the fu ture  holds much gr L ~~t~ t
demands on their  available duty  time , but with little r eward.  i t  should
not be forgotten that as a whole the 9-skill level incumbents spend an
average of almost two-thirds of this time flying and on alert .

In c onversat ion wi th  several senior boom operators i-~ii Force wiCi c ,
‘h e  solution they all suggest is to establish one or possibly even tW (

~~~i t i ~’us in each air refuel ing  squadron for senior boom operators .
l ’hese positions should not be crew resource positions but filled b~boom operators whose job is assisting the squadron commander in man-
aging and training the boom operator crew force.

2 .  Amount of Aler t .  Ten respondents indicated that to get a
clear picture of the ir ~ Vert comm i tment one should look at how much
alert was performed during a six month period rather than the 30 day
period asked for ~n the current inventory . They feel that a six month
time frame would show many of the boom operators pul l ing nine to 12
weeks of alert  dur ing the 24 week period . Generally these boom
operators feel th at their  alert commi tment is too high and their  f l y i n g
profic iency suffers .

3. t 1~~~ t P~y and Per Diem.  Typical comments concerning this
Or ’- j  by fou r  c~~~rvey respondents ar t - : “I feel th~ t f l igh t  pay is very
s~u ~ below the expected performance of a combat .-rew member .  i t ’ s
ov n n  h, rd~~r to understand per diem rates for enlisted crewmembers.
i~not s-cr respondent  writes ‘ At t i t udes  of personnel  would  imprs~~
great l y ,  t r e r e b y  improving per formance if f l i g h t  pay and  per dj en  ~~
were a d j u ct o d  t . i ,  remove ru les  w h i r h  d iscr iminate  u n f a ~r i y  ~~i f l~ d

~‘rWs t r ’ d p erss r InF~I -
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Dl SCt J SS ION

This  analysis of the inflig ht refuel ing career ladder was the first
such survey completed. In general it found that there was a large
common core of tasks performed by all career ladder personnel. Person-
nel with greater seniority and higher skill level per ormed a larger
number of tasks than those with less seniority and low er ski l l  levels
This was due to all personnel performing the same aircrew or alert
related tasks . The more senior personnel additional ly perform tasks
involving instructing , evaluating , and administer ing.

Career field documents such as the AF’R 39-1 Specialty L)escr ip-
tions and Specialty Training Standard (STS) were found to be exce l l en t
supporting documents . Both documents were quite accurate in terms c~~
describing the tasks performed by skill level groups and the pubs
identified in the career ladder structure analysis .

Job satisfaction indicates in terms of job interest , perceived utili-
zation of talents and training , and reenlistment intentions were all well
above those reported by personnel surveyed in 1977 . The data com-
pared favorably with that of other aircrew operations career ladders
previously surveyed .
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R~ PRE SENTAT IVE TASKS PERFORME D BY SQUADRON / WING BOOM OPERATORS

PERCENT
MEN RE 1< S

r \ S K  PERW R M I N c

E l  A1~TEND GROUND T R A I N I N G
F. B R I E F  FLIGHT CRE W CONCERNING A I R  REFUELING M I S S I O N

ACTIVIT iES 95
t -~ COMPLETE MISSION ACCOMPLISHMENT REPORTS (MARs ) 93
E 12  DELIVE R FL I GHT LUNCI {E S
E1 3 DIRECT CARGO LOADING OR UNLOAD ING 9- .
E16 INVEN1t ~RY PREPOS I TI ONED LIFE SUPPORT EQtJ IPME NT 98
E 2 3 PERFORM ALERT CI {ECKLISTS 89
F2 ANNOTATE DISCREPANCIES IN MA I NTENANCE DISCRE PANCY AND WORK

LOCUMENT FORMS (AFTO FORM 78 1A ) 97

~~~ INFOR M PILOTS OF REFUELING OPERATION STATUS 98
r~ OPERATE BOOM CLEAR OF RECEIVE R AiRCRAF T 99

i t  PERFORM OR PRACTICE TANKE R AR BREAKAWA Y PROCEDURE S 99
F 19 REFUE L AIRCRAFT WITH BOOM REFUELING NORMA L 100
F2 1 REFUE L AIRCRAFT WITH DROGUE REFUELING 86
123 TAKE INFLIGHT CELESTIAL O1~ ERVAT 1ONS 100

RE PRESENTATIVE TASKS PERF ORMED BY LINE BOOM OPERATORS

PERCEN 1
MEMBER~

TASK PER F UR M - - -

- -  M11 .F:I i. F 1~~Ls I SSUE /DEFUEL DOCUMENT FORM S (AF F ORM 1994)
L~ Cu~ii’UTE S~E 1GHT AND BALANCE CLEARANCE FORM S USI N (;  LOAD

ADJUSTER ( Di) FORM 36SF) IrS .-
Ei ~ ~N t T I A T E  A I E C R A F T  UTILIZAT I ON FORM S (SAC FORM 7 t )  9 -
E i 8  - r T \ T N  INF ORflA~ !ON CTh SL R N 1NG A I R  REFUELING M I S S I O N

ALT
F FERF OS~i . CCA5 L A N \ I ~ G
.2~ POSITION PARACHUTES OR OXYGEN ( O ~~) BOTTLES 95

El N U N i I O R  RADIO COMMUNICATIONS 100
F 17 ~ER 1ODJC A LLY CHECK CAR GO R E STRAINTS 9 1
F 2 2  S .T} ’F RV I SE PASSENGERS 96
F24 UPDATE AIRCRAF T UTIL I ZATION FORMS (SAC FORM 76) 97
F . - VERBALLY DIRECT RE CEIVE R AIRCRAFT INTO REFUELING

F O S I T I O N  99

A l  



REPRESENTATIVE TASKS PERFORME D BY FLIGHT EXAM INERS

PERC ENT
MEMBERS

TASK 
_ _ _ _  _ _ _ _ _ _ _ _ _  

PERFORMING

C l ADM INISTER PROFICIENCY CHECKS 96
C2 ADMINISTER STANDARDIZATION BOARD CHECKS 94
C12 EVALUATE EMERGENCY PROCEDURE S 99
C22 EVALUATE STANDARDIZATION PROGRAM S 6:3
D l ADMINISTER TESTS 97
D2 ADMINISTER RECURRENCY CHECKS 96
D23 DEVELOP STANDARDIZATION EXAMINATIONS 91
E2 ATTEND PREFLIGHT OR POSTFLIGHT BRIEFINGS 100
E 13 DIRECT CARGO LOADING OR UNIL)ADING 99
E 25 PERFORM NORMA L GROUND CHECKLiSTS 96
F i S PERFORM POST AR CHECKLI ST ITEMS 99
F28 VISUALLY OBSERVE ENGINE INSTRUMENT S 99

REP RESENTATIVE TASKS PERFORMED BY SQUADRON INSTRUCTORS

PERCENT
MEMBERS

TASK 
_ _ _ _ _ _ _ _ _ _ _ _  _ _ _ _  

PERFORMING

D3 ACT AS TRAINING ADVISOR 7 3
D8 CONDUCT PROFICIENCY TRAINING 82
D16 DEMONSTRATE EQUIPMENT OR PROCF.DIJRES 90
D17 DEMONSTRATE HOW TO LOCA TE TECI{NICAL INFORMATION 86
E2 ATTEND PREFLIGHT OR POST FLIGHT BRIEFINGS 98
E16 INVENTORY PREPOSITIONED LIFE SUPPORT EQUIPMENT 98
E27 PERFORM OR PRACTICE GROUND EMERGENCY PROCEDURE S 100
F 13 PERFORM PREPARATION FOR CONTACT CHECKLIST FOR NORMA L

A I R  REFIIEL 1NGS (ARs) 100
F 15 PERFORM POST AR CHECKLIST ITEMS 100
F25 VERBALLY DIRECT RECEIVER AIRCRAFT INTO REFUELING

POSITION 100

A 2
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REPRESENTATIVE TASKS PERFORME D BY CCTS INSTRUCTORS

PERCENT
MEMBERS

TA SK 
_____- 

PERFORFIJN ( ;

B4 COUNSEL PERSONNE L ON MILrFAR Y OR PERSONAL RELATED
PROBLEMS 82

B6 DIRECT EQUIPMENT OPERATION 91
D 17 DEMONSTRATE HOW TO LOCATE TECHNICAL INFORMATION 100
D39 SCORE TESTS 82
E8 COMPUTE WEIGHT ANT) BALANCE CLE ARANCE FORMS USING LOAD

ADJUSTE R (DO FORM 36SF) 91
E 14 INITIATE AIRCRAFT UTILIZA TION FORMS (SAC FORM 76) 100
E lS OBTAIN INFORMATION CONCERNING AIR REFUELING MISSION

ACTIVITY 100
E34 REVIEW CREW iNFORMATION FILE CARD 100
F6 INF ORM PILOTS OF REFUELING OPERATION STATU S 91
F 14 PERFORM PREPARATION FOR CONTACT CHECKLIST FOR

TANKE R MANUAL AR s 100
F22 SUPERVISE PASSENGERS 91
F26 VISUALLY DIRECT RECEIVER A IRCRAF T iNTO REFUELING

POSITION 100

REPRESENTAT I VE TASKS PERFORMED BY SUPERINTENDENT S/MANA GERS

PERCENT
MEMBERS

TASK 
_____ _________ 

PERFORMING

A4 ASSIGN WORK TO INDIVIDUAL S 98
Al C JORI)INATE OPERATIONAL WORK ACTIVITIES  WITH OTHER

SECTIONS 89
0~ CLARIFY POLiCIES , DIRECTIVE S OR PROCEDURE S FOR

SI1BORDINATES 95
3i~ COUNSEL PERSONNE L ON MILITARY OR PERSONAL RELATED

PROBLEMS 96
CS COUNSEL SUBORDINATES ON WORK PROGRESS
C27 INSPECT FACILITIES OR WORK AREAS FOR CONDITION

OR APPEARANCE 88
E2 ATTEND PREFLIGHT OR POST FLI GHT BRIEFINGS 100
E7 (:OtIPLETE TRAINING ACCOMPLISHMENT AND PROGRESS REPORT

FORM S (SAC FORM 631) 88
F !)  PERFORM PREPARATION FOR CONTACT CHECKLIST FOR NORMA L

AIR REFUELINGS (ARs) 98
F23 TAKE INFLI GHT CELESTIAL OBSERVATIONS 100

_ _ _  ~~



- - 

~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ 

REPRESENTATIVE TASKS PERFORME D BY INFL I GHT REFUELING SUPERINTE NDENTS

PERCENT
MEMBERS

TASK 
_____ 

PERFOR MING

A6 CONSTRUCT ORGANIZATIONAL CHARTS OR STATUS BOARD S 71
A24 SCHEDULE WORK ASSIGNMENT S 91
85 DEVELOP WORK METHODS OR PROCEDURE S 93
B22 MAINTAIN PERSONAL FLIGHT MANUAL F ILE S 96
B29 SUPERVISE IFR OPERATOR SPECIALISTS (AFSC 11250) 91
Cl 3 EVALUATE GROUND WORK PERFORMAN CE OF SUBORDINATES 89
DI ADMINISTE R TESTS 96
08 CONDUCT PROFICIENCY TRAINING 93
021 DEVE LOP EXAM INATIONS , OTHER THAN FOR STANDARDIZATION OR

RESIDENT COURSES 80
D34 REVIEW TRAINING REPORTS 91

REPRESENTATIVE TASKS PERFORMED BY ALERT FORCE MANAGERS

PERCENT
MEMBERS

TASK 
_____ 

PERFORMING

A8 DEVELOP BUDGET OR FINANCIAL REQUIREMENTS 75
A 12 ESTABLISH PROCEDURAL GUIDELINES SUCH AS OPERATING INSTRUC-

TIONS (01’S) OR SPECIAL OPERATING INSTRUCTIONS ( S O l ’ S )  92
A 13 ESTABLISH REQUIREMENTS FOR EQUIP MENT OR SUPPLIES 92
A2 1 RE VIEW UNIT EMERGENCY OR DISASTER PLANS 75
B17 INITIATE RECOGNITION FOR COMMENDABLE PERF ORMANCE S 92
B25 PREPARE REQUISITIONS FOR SUPPLIES , EQUIPM ENT , OR TOOLS 100
C27 INSPECT FACILITIES OR WORK AREAS FOR CONDITION

OR APPEARANCE 100
E 18 OBTAIN INFORMAT iON CONCERNING AIR REFUELING Mi SSION

ACTIVITY 92
F 13 PERFORM PREPARATION FOR CONTACT CHECKLIST FOR ~~ RMA L

AIR REFUELINGS (ARs ) 100

A 4
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REPRESENTATIVE TASKS PERFORMED BY CURRICULUM DEVELOPERS

PERCENT
MEMBERS

TASK 
__________ 

PERF ORI11N (~

AS ATTEND STAFF MEETINGS , COUNC iL MEETINGS , OR BOARD
MEETINGS OTHER T~~~~J4 CREW RELATED

A 1 6 PLAN REPORTS OR RECORD KEEP iNG 80
D3 ACT AS TRAINING ADVISOR 80
D20 DEVELOP CURRICULA , PLANS OF INSTRUCTION (P01’S), SPECIALTY

TRAININ G STANDARDS (STS’S), OR TRAINING PLANS
028 EVALUATE TRAINING METHODS , TECHNIQUES, OR PROGRAM S 60
D33 PROCURE TRAINING AIDS , SPACE , OR EQUIPMENT 60
D34 REVIEW TRAINING REPORTS

A 5
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